Objectives. To investigate pharmacy administrators' and deans' attitudes and experiences with faculty development programs, perceived areas of need in their faculty, and resource allocation. Methods. A sample of 320 pharmacy administrators and 80 deans were surveyed from 80 US pharmacy programs, generating response rates of 57.1% and 63.8%, respectively. Results. The majority of respondents did not perceive that a mentoring relationship was established in their first academic appointments. Top motivating factors for pursing faculty development programming were to improve teaching, research skills, and quality of work. The majority of respondents believed that the appropriate period for faculty development occurs early in a faculty's appointment, though targeted programming should be offered throughout their careers as needs change. Approximately 35% of deans indicated that no individual or group has responsibility and oversight for faculty development within their academic program. Conclusions. While administrators and deans are interested in supporting their faculty in becoming better educators and scholars, an ongoing dialogue and visible commitment to faculty development and mentoring in academic pharmacy is warranted. The use of both live seminars and computerassisted instruction may be optimal ways of delivering faculty development programming.
INTRODUCTION
With the unprecedented growth occurring in academic pharmacy, attention to the topic of faculty development is warranted. The entrance of new faculty and administrators to the academy to replace openings due to retirements (eg, "graying of the faculty") and vacancies (eg, leaving the academy); the expansion of faculty (eg, growth in clinical faculty); and the filling of positions at newly created programs substantiate a closer examination of this area. Despite the expansion occurring in pharmacy education, the supply of new faculty has been relatively consistent. 1, 2 The largest growing discipline within the academy over the last decade has been clinical faculty, and they now comprise approximately half of all faculty positions in colleges and schools of pharmacy. 3 Although colleges and schools of pharmacy increasingly are hiring biomedical scientists who may not be familiar with pharmacy education or the evolving role of the profession. As a result these faculty members not possessing pharmacy backgrounds may have unique professional development needs that presently may be unmet.
Continued interest exists in higher education to establish several new schools of pharmacy in the next several years. 4 Often, newly established academic pharmacy programs hire a large proportion of faculty members who are assuming their first full-time academic or administrative positions. As a result, newer pharmacy programs often lack sufficient numbers of senior faculty members and administrators to provide mentoring to the inexperienced faculty members and administrators. Determining some degree of understanding of the attitudes and experiences of deans and administrators in academic pharmacy toward faculty development and resource allocation, and perceived areas of need for their faculty members is justified.
Background
A hallmark of higher education is its tripartite mission of teaching, scholarship, and service. However, it would be erroneous to assume that all pharmacy faculty members have acquired the requisite knowledge and skills to become exemplary educators in the classroom or as researchers or clinicians in their chosen fields. Few faculty members typically receive any formalized training or education in those processes that will help determine their future success in the academic environment. Faculty members must determine early in their academic careers how to best manage their various resources, thereby allowing them to obtain optimal results that match their institution's values and mission.
Not only are faculty members responsible for their self-development, but institutions of higher education must be held accountable for providing appropriate support to faculty members with respect to their educational and intellectual development. Recognizing this need, the American Association of Colleges of Pharmacy (AACP) identified the issue of faculty recruitment and retention as one of the three areas to be addressed in the 2000 Strategic Plan. 5 A position could be put that a unified approach to recruitment and retention strategies should address the area of faculty development. The Education Scholar™ program is an example of a faculty development program supported by AACP that is offered in a modular fashion through the Internet.
The purpose of faculty development programs is to enable faculty members and staff to meet their goals, and through their accomplishments to achieve the missions of their departments, colleges, and universities. Faculty development programs should be designed to foster the growth of individuals to their maximum potential, while supporting the mission and goals of the educational institution. Comprehensive faculty development programs should promote individual scholarship and academic success, provide teaching improvement opportunities, enhance skills for curricular planning and change, and demonstrate how to influence policies, procedures, and the culture of the educational institution. 7 The lack of serious attention given to faculty development that pervades all of higher education, from the humanities to the health sciences, demands a response from academicians and administrators alike. The lack of information contained in the pharmacy literature supports the need establish a benchmark for pharmacy administrators' and deans' attitudes and experiences with faculty development programs, perceived areas of need in their faculty, and resource allocation for faculty development programs.
METHODS
This study assessed the following with respect to faculty development programs from academic pharmacy administrators: (1) attitudes towards faculty development programming, (2) the extent that administrators had completed such programs, (3) perceived areas of need for faculty at their institution, (4) resource allocation to faculty, and (5) specific topics respondents would like to see offered and the types of instructional technologies preferred. Additional research questions assessed the postgraduate experiences acquired by respondents and determined whether there were differences between groups in the extent to which they have participated or desired to participate in formal and/or informal faculty development programs. The extent to which respondents believed they had benefited from formal and informal educational experiences in preparing them for the areas of teaching, scholarship, and service in academia were assessed as well.
A survey methodology was chosen to address the study's objectives. The population for this study included those individuals identified as having academic administrative appointments (eg, Department Chairs/Heads, Assistant and Associate Deans, Directors, etc) and deans in the AACP Roster of Faculty and Professional Staff of the 80 colleges and schools of pharmacy in the United States. 3 The AACP roster is a comprehensive listing of pharmacy faculty and administrators, including members and nonmembers of AACP, that identifies individuals by their respective academic disciplines.
Instrument Design
Individuals familiar with survey research and design from the fields of higher education and academic pharmacy were asked to assist with the construction of the survey instrument and definitions used for the study. The survey and accompanying cover letters were pilot tested by 5 administrative members from the investigator's institution and 2 deans. The majority of survey questions required closed-ended/forced-choice responses, using a 5-point Likert scale for responses, with 1 = "Strongly Agree or Very Appealing," to 5 = "Strongly Disagree or Not Appealing." (Please contact the corresponding author to obtain a copy of the questionnaire.) There were opportunities for respondents to provide qualitative written responses on the survey.
For purposes of the study, several definitions were provided in the survey. Clinical faculty included those members typically with an appointment in pharmacy practice who had clinical practice site responsibilities and who may have completed some form of postgraduate training. Nonclinical faculty included the basic and social sciences representing the biological sciences, pharmaceutical sciences, and social, behavioral and administrative sciences. Nonclinical faculty did not have clinical practice responsibilities as required by their appointment. Formal education was defined as the completion of a degree program (eg, BS, PharmD, MS, PhD, etc.) from a post-secondary educational institution, and informal education was defined as postgraduate training (ie, residencies, fellowships, and formal postdoctoral training). With respect to the topics of faculty development, formal faculty development programs included a Masters degree and curricular-based certificate programs. Informal faculty development included programs other than discipline-specific mini-courses, continuing education programs, workshops, or seminars, specifically in the area of education that are narrower in scope and more time restrictive than formal faculty development programs.
Study Design
An evaluation of face validity and content validity was addressed in the pilot study. Dillman's total design method for mail surveys was followed in the study. 8 Institutional Review Board approval was requested and received from the investigator's institution. Consent for the survey response was assumed if respondents returned a completed survey. A random sample of 320 pharmacy administrators and each dean from the 80 U.S. colleges and schools of pharmacy as of December 2000 were surveyed (this excluded the investigator's institution). The survey instrument, accompanying cover letter, and postage-paid return envelope were sent via first-class mail to each of the 320 administrators and 80 deans sampled on January 10, 2001. Nonrespondents received a follow-up postcard 14 days after the initial mailing. Following another 7-day waiting period, any remaining nonrespondents received a second mailing that included another copy of the survey instrument and a second letter. A third and final letter was sent to all remaining nonrespondents on February 15, 2001.
Each survey consisted of 3 parts. The first section of the survey assessed participants' demographic information (eg, sex, age, administrative position, faculty rank, locus of appointment, education) and experience with formal and informal educational programs. The second section of the survey instrument distinguished between formal and informal educational experiences and formal and informal faculty development programs completed by participants. The third section of the survey assessed attitudes toward various faculty development initiatives in 4 areas (faculty, teaching, student issues, and resource issues). Deans were separately asked to identify the individual(s) or committees in their organization assigned the responsibility to oversee faculty development initiatives.
RESULTS
Data from completed surveys were entered into the Statistical Package for the Social Sciences (SPSS) v10.0 (Chicago, Ill) for analysis. Descriptive statistics, oneway analysis of variance (ANOVA), PearsonCorrelations, and the chi-square test for independence were performed to determine the relationship among survey variables. Statistical significance for all tests was set at P < 0.05.
All data were sequentially entered into the SPSS software upon date of receipt, thereby allowing determinations to be made between early and late responders. To determine if similarities or differences existed among respondents based on when they returned their survey and the potential for nonresponse error on survey results, a statistical procedure was conducted that assumed data from late responders may be similar to those of nonresponders. 9 No statistically significant differences were found between the means of various variables of administrator or dean respondents that returned their surveys within the first week and the means of variables among those who returned their surveys later. Based on the lack of significant differences found, it appeared nonresponse bias was not a confounding factor.
Demographics
Of the 320 pharmacy administrators and 80 deans surveyed a total of 177 administrator surveys were returned, 10 of which were undeliverable, resulting in a response rate of 57.1% from the 310 possible respondents. The deans' response rate was 63.8%, with 51 deans returning usable surveys. The overall response rate for the administrative groups combined was 58.5%. The total yield of 228 administrator surveys resulted in a calculated margin of error of 6.6%.
Useable surveys returned from faculty represented 8 of the 9 disciplines identified in the 1999-2000 AACP Roster of Faculty and Professional Staff (see Table 1 ). Complete respondent demographic data from the administrators and deans are provided in Table 2 . The majority of administrator and dean respondents were male (75.1% and 84.3%, respectively). The largest age category represented was 50-59 years of age (44.6% and * There were two more surveys returned in which respondents had classified themselves in Liberal Arts than were originally sent. This may in part be because the classification of some faculty may not be accurate from the AACP Roster when validated by individual faculty. †There were 10 surveys that were undeliverable in the administrator group, resulting in a total useable N = 390.
62.7%, respectively). The majority of administrators (40.1%) had been at their current place of employment for more than 18 years, and 25.5% of deans had been at the same place of employment for 18 years or more. However, the largest number of deans responding (27.5%) had been in their position for only 4 to 6 years.
As for terminal degree, the PhD was held by 57.1% of administrators and 76.5% of deans. The majority of respondents (58.8% of administrators and 66.6% of deans) classified themselves as nonclinical. At the time the survey was completed, the majority of respondents indicated they were tenured in their position (73.4% of administrators and 82.4% of deans). With respect to academic rank the majority held the rank of Professor (59.3% of administrators and 92.2% of deans).
Educational Experiences of Faculty
About one half of nonclinical administrators, (48.1%) and one third of deans (35.3%) completed some form of postgraduate training/fellowship. A total of 55.6% of the clinical administrators and 56.3% of deans with clinical backgrounds indicated they had pharmacy residency training, while 9.5% and 12.5%, respectively, had completed a research fellowship.
As seen in Table 3 , administrator and dean respondents indicated they agreed their formal education adequately prepared them to teach content but neither agree or disagree that their formal education prepared them for the pedagogical approaches by which they teach. Respondents agreed their informal education adequately prepared them to teach content and neither agree or disagree about the process by which they teach.
In comparing the perceived benefits of both formal and informal education in preparing respondents for scholarly activities such as research, publications, and paper presentations, administrator and dean respondents agreed that informal education more adequately prepared them than formal education. The majority of respondents agreed that an individual served in the capacity of mentor for them during their formal education and informal education.
Faculty Support in Academic Pharmacy
Respondents reported that, with respect to their first academic position, they were neutral toward the level of guidance and support provided to them in the area of teaching and for personal development as a scholar/researcher (see Table 4 ). In response to the item stating that faculty members had served as a mentor for them in their first academic appointment, respondents were somewhat neutral in their responses.
Data related to the level of perceived support for faculty development at respondents' current place of employment is reported in Table 4 . For the most part, respondents indicated that support was provided to faculty members by their respective institution. When asked if the level of support offered should be increased, respondents affirmed this and indicated a high level of agreement with the statement that "current support is adequate.
The perceived level of faculty development programming available to newly hired faculty members and to faculty members remaining at their current place of Scale: 1= Strongly Agree, 2= Agree, 3= Neutral, 4= Disagree, 5= Strongly Disagree M= Mean, SD= Standard Deviation, n= number of respondents employment is described in Table 5 . About one half of administrators (48.6%) and more than half (62.7%) of the deans responded that there were faculty development programs available to newly hired faculty, as well as to all faculty members (45.2% and 70.6%, respectively) at their institutions. Almost half the administrators (44.6%) did not know the level of financial support allocated to faculty on an annual basis, in contrast to 11.8% of deans who did not know this amount. Table 6 reveals the extent to which respondents participated in formal and informal faculty development programs and what particular programs they completed. Formal faculty development programming was reported as being infrequently completed by administrator and dean respondents (81.9 and 68.6%, respectively). With respect to informal faculty development, the most common programming attended was the AACP Teachers Seminars for both groups (58.8% of administrators and 80.4% of deans). Responses include: the AACP Institute, problem-based learning (PBL) initiatives, campus-based programs, and miscellaneous entries.
Completion of Faculty Development
As seen in Table 7 , one-way analysis of variance (ANOVA) revealed no statistically significant differences between clinical and nonclinical administrators in their desire to participate in either formal or informal faculty development. Likewise, there were no statistically significant effects in assessing the perceived need to partner with a school of education in the delivery of formal faculty development programming or in having informal programming at AACP meetings in these groupings.
Motivation to Pursue Faculty Development
Uniformly, all respondents indicated their top 3 primary motivating factors for pursing either formal or informal faculty development were to improve their teaching skills, the quality of their work, and their research skills (see Table 8 ). Administrators expressed interest in increasing their understanding of academia through informal and formal faculty development and being promoted at their current place of work as a result of pursuing informal and formal faculty development programming. This interest was accompanied by a desire to earn better pay by completing formal and informal faculty development programming. Overwhelmingly, deans expressed interest in increasing their understanding of academia through informal and formal faculty development programming.
Faculty Development Initiatives and Delivery Options
As seen in Table 9 for preferences of faculty development, the resource development domain received the highest degree of interest among administrators for existing faculty members and the domain of faculty issues was identified as being most needed during a faculty member's first academic appointment. Specifically, the most desirable topics during a faculty member's first academic appointment were overview of the promotion and tenure process, grant writing, developing a research agenda/focus, and time management. With respect to existing faculty members in their present appointments, the bers in their present appointments, the most desirable topics included ways to evaluate effective teaching, evaluating learning, developing alternative instruction, and web page development.
As seen in Table 10 , the resource development domain received the highest degree of interest among deans for existing faculty members, and the domain of faculty issues was identified as being most needed during a faculty member's first academic appointment. Specifically, the most desirable topics during a faculty member's first academic appointment were test question construction, evaluating learning, time management and developing effective lectures. As for existing faculty in their present appointments, the most desirable topics identified by deans included ways to evaluate effective teaching, developing alternative instruction evaluating learning, and ability-based learning.
Respondents were asked to identify through openended comments their most pressing need(s) for faculty development, then their responses were grouped into Scale: 1= Very Appealing, 2= Somewhat Appealing, 3= Neutral, 4= Not Appealing, 5= Not Appealing At All M= Mean, SD= Standard Deviation, n= number of respondents respective categories by the investigator (see Table  11 ). The top areas identified for faculty members were related to assessment tools for competency and outcomes, teaching and learning methods, grantsmanship and manuscript writing, and general time management. These qualitative comments reveal similar needs for faculty development in pharmacy education in comparison to the survey data contained in Tables  9 and 10 .
As seen in Table 12 , the single most preferred method for instructional delivery of faculty development programming for administrator and dean cohorts were live seminars, computer-assisted CD-ROM, and computer-assisted Internet instruction. The least preferred instructional methods included audio cassette and telephone/teleconference for both groups.
Lastly, deans were asked to identify the individual or group who has responsibility and oversight for faculty development within their college or school of pharmacy. Overall 18 deans (35.3%) indicated oversight for faculty development was assigned to someone or a committee in their program, and 18 deans (35.3%) did not. Whether the 15 deans (29.4%) not responding overlooked this attachment to their survey or did not have another person or committee to identify with this responsibility is unknown.
DISCUSSION
The results from this study provide a baseline of understanding of faculty development issues in academic pharmacy from the perspectives of academic pharmacy administrators and deans. The information gained from this study and others 10 may assist in developing an understanding of the needs and perceptions of faculty development initiatives from the perspectives of pharmacy deans and administrators. The ensuing discussion highlights the major findings from this study and possible considerations for academic pharmacy.
Mentoring
The majority of administrator and dean respondents agreed that an individual served in the capacity of mentor to them during both their formal education and informal education. Given that a likely source of future faculty members (especially clinical) will be students enrolled in graduate and professional degree programs at colleges and schools of pharmacy, mentoring is an area that should continue to receive attention from faculty members and administrators.
Likewise the majority of clinical pharmacy faculty members will have completed a postgraduate residency program, the attention to mentoring at the informal level is also important. However, in some pharmacy residency Scale: 1= Very Appealing, 2= Somewhat Appealing, 3= Neutral, 4= Not Appealing, 5= Not Appealing At All, M= Mean, SD= Standard Deviation, n= number of respondents programs the availability of academic pharmacy mentors is limited or all together nonexistent. The importance of mentoring should not be overlooked in both the clinical and nonclinical postgraduate training programs. 11 Based on the study results obtained here, more research in this area needs to be encouraged at both the formal and informal educational levels. A proactive plan to ensure that pharmacy residents receive some level of mentoring (or exposure) from clinical faculty should be developed among the respective pharmacy organizations (eg, AACP, ACCP, APhA, and ASHP).
Interestingly, the majority of administrators and dean respondents did not perceive that a mentoring relationship was present in their first academic appointment. A survey of pharmacy faculty on the topic of faculty development revealed similar findings that the majority of faculty respondents agreed that an individual served in the capacity of mentor during both their formal education and informal education. However, the majority of faculty respondents did not perceive that a mentoring relationship was present in their first academic appointment. 10 These similar findings of pharmacy administrators and faculty parallel one another in that a noticeable absence of mentoring is observed early in individuals' academic careers in pharmacy education.
Given the importance mentoring can have on new faculty members and administrators early in their academic career development, pharmacy administrators and deans must not only turn their attention to faculty recruitment but also to the nurturance and support of newly hired faculty. Focusing on mentoring or guidance of new faculty is an area that requires greater attention from colleges and schools of pharmacy and the professional associations. The presence or absence of mentors can have a profound influence on individuals in their professional development as well as on faculty retention. Newly hired faculty members should be teamed with veteran faculty members who can at least provide professional and organizational guidance if not mentorship to them early in their formative years.
Support for Faculty Development
The extent to which colleges and schools of pharmacy support faculty development programs and the amount of resources allocated annually for faculty development were assessed in this study. Administrator and dean respondents' views of institutional support for both informal and formal programming were somewhat ambivalent (see Table 4 ), as illustrated by the item "current support is adequate" having a high mean response value (M=3.16, M=2.92) and the item "support should be increased" having a low mean response value (M=1.98, M= 1.98). With respect to the level of financial support provided to faculty on an annual basis, surprisingly almost half (44.6%) of the administrators did not know the level of annual financial support offered at their own institution. This lack of awareness may be in part due to not being able to discern the differences between the terms "faculty development" and "professional development" from the study. However, deans responded more affirmatively concerning their knowledge of the annual support allocated to individual faculty development. The survey recognized this as a possible point of confusion for respondents and a question was included (number 40 on the survey), "What funds are allocated to your faculty for development purposes (not discipline specific) on an annual basis." Future studies should better articulate these definitions.
Further attention to communicating what specific support and/or programs in the area of faculty development are provided to all pharmacy faculty members at a given institution is necessary. Lack of guidance and support (real or perceived) early in an academician's career has been reported to affect their level of satisfaction and professional performance and ultimately lead to dissatisfaction, disenfranchisement, and potential departure from pharmacy education. 12 It is encouraging that several deans indicated that there are faculty development or assessment committees charged with faculty development. The full extent of responsibilities and oversight for each dean respondent is unknown and was beyond the scope of this study.
Respondent Experiences with Faculty Development
Few administrator and dean respondents have completed formal faculty development programs. A large number of individuals have however completed informal programs such as the AACP Teachers Seminar (58.8% of administrators and 80.4% of deans). The level of support reported by these groups is encouraging. Increased support by administrators and deans for faculty attendance at the Teachers Seminars, or similar faculty development programming, could better address the needs of faculty if this programming were targeted toward both newly hired and experienced faculty.
Not surprisingly, administrator and dean respondents indicated their top 3 motivating factors for pursing either formal or informal faculty development programming were to improve their teaching, their research skills, and the quality of their work. Both administrators and deans expressed interest in increasing their understanding of academia through informal and formal faculty development programming. Given the pressures and demands in higher education in general today, this response is not overly surprising. Successful administrators and deans need to have a feel for the bigger picture in education in order to be successful administrators at their colleges and schools of pharmacy. Administrators have a desire to being promoted at their current place of work and desire to earn better pay through the completion of either informal or formal programming as well. More than likely, because deans are typically at the higher end of pay grades and administrative appointments and academic promotion, similar results were not observed in this cohort.
Topic Preferences and Delivery Technologies for Faculty Development
An appropriate time for faculty development is at the time of initial faculty appointment. The return to both the organization and individual from this investment early on may also be greater than if provided later in the faculty's academic tenure. However, offering faculty development programming throughout faculty members' career should not be ignored. Veteran faculty members may also have unique needs with respect to their continual development that would need to be addressed in contrast to newly hired faculty members. Likewise all faculty members would benefit from pro-gramming that addressed all 4 domains (teaching, faculty, student, and resource issues), if targeted appropriately. From other research, the articulation of responsibilities to faculty, in particular pharmacy practice faculty, is necessary in the areas of teaching, scholarship, and service to ensure that the mission and goals of the organizations are met. 13 The use of both live seminars and computerassisted instruction in a combined fashion may be an optimal way to deliver faculty development programming to a widely dispersed audience. Using introductory computer-assisted CD-ROM and computer-assisted Internet instruction that are self-paced, followed by live seminars at national meetings may prove to be a cost-effective means of delivering faculty development programming in pharmacy education. The Education Scholar™ program is an affordable and convenient online faculty development program supported by AACP offered in a modular fashion through the Internet. Perhaps individuals completing the various 7 modules could meet at the Annual or Interim AACP meetings to augment their learning experiences with the Education Scholar modules.
There are some limitations to this study. The sample size, respondent self-reporting, and response bias could be considered limitations to the study. The scope of this project did not allow for contacting each administrator at all US colleges and schools of pharmacy: however, all deans were contacted. For various reasons, this study did not take into account the process of "self-learning" that commonly occurs with faculty and administrators on campuses. Lastly, due to the recent attention given to the topic of faculty development in pharmacy education, some of the results gathered in this study may change with time.
CONCLUSIONS
The results from this study contribute new knowledge to understanding pharmacy administrators' and deans' perceptions and experiences with faculty development programs, perceived areas of need in the faculty, and resource allocation to faculty development programs in academic pharmacy. This study demonstrated that administrators and deans in pharmacy education are interested in furthering their own knowledge and skills to assist them in becoming better administrators, educators, and scholars within their respective educational communities. This interest and support from administrators and deans extends to the faculty they oversee, though an ongoing dialogue among these three key stakeholders is essential to ensure that areas of need are identified and adequate support is provided to faculty and administrators alike.
